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S . Age Differences in the Reldtionshlp between Perceived

e, :’J", Job Characteristics and Job Satisfaction ’ >

.’ " This study investxg;ates the relationship between perceived b ’ .
B -
- chax;actenstics and’ ]Ob satisfacnon ‘among emplqyed individials of *

—— 7
. hd v

different ages. In earlier,;research relating percelved job characteristics
e . . to job satisfaction a distinction hép been made between intrinsic and

-9 . 1 . .
. extrinsic tharacteristics. Herzberg's work (Herzberg et al,, 1959;-. - L
» / Fi ‘ s * M . .
‘ Herzberg, 1966) is most strongly associated with this distinction although .

others have used it apparentli{ independently (Fox, 1971; Gurin, Veroff, ztnd‘
‘ Feld, 1960; and studies of alienation from worlks e.g., Finifter, 1972),

~

+ -
Herzberf suggested that extrinsic job characteristics prevent dissdtisfaction
» . /
while intrinsic job characteristics create satisfying job-situations. Job
. 1 .
+ characteristics classfied as extrinsic focus-on the context.or environment’ ’

in which work is done and job feraturesgermiged by extérnal events or = * . )

. other people. Extrinsic characteristics include working conditton‘s,‘

- |

relationships with co-workers, supervision, company policy and administra-
tion, salary, and job secupity. Intrinsic characteristics deal with the eontent
.and taske involved in doing a job and opportunities provided on the )ob for - Iy
self expreésion_and self act&;auzation. These 'characteristics include the

kigd of work done In terms of responsibility, variety, sklli,;aJnd autonefny;

/ ] 4 .
) opportunities for perspnal growth and development; and feelings of pride

L]

) a;'nd accomplishment (Dy7"md Parker, 1975). . :

.
. [
.

- w




gxtrinsic distinction in relation toaage‘although it does not refer to job -

'y
- ™ hd

A . . . * .
Little empirical work has examined the relationship between perce'tved

job characteristics and job satisfaction by age. ' Three sfudies based on the
. \ .
Herzberg approach report inconsistent findings. F/rzedlander (1963) found

that the social and technical environment is a_more'imgortant source of ‘

satisfaction among older workers while intrinsic job aspects are more. Lo

*

important for younger workers. Saleh (1964)‘reports that workers aged 60-65

place more emphasi,s on extrmsic factor; as sources of sat1sfactzon compared

to the same workers dlscussmg théir expefiences in middle age (30-55) and )
A | ’ -
a )aor'ltrol group of workers-aged 30-55. Wernimont (1966}, however, found

that older workers select ‘more iﬁtrinsm items 1n satisfying sftruatlons and u
. L

more extrinsic tems in dissatisfying situations than younger workers. In
addition, Cohn (¥979) repozts that Intripsic aspecté of work are relatively
less important in relation to gIobaI weII -being among older workers; how=- '

ever, he did not find significant differences in.the relationships l:Tetween
intrinsic and e‘rtrinsic job characteristics and job satisfaction by age”™ .. Cooe,
category. . / .

- ’ . A

. A'reI‘ated_'st_rand of‘ reqear‘c_h:s.uppozts tite usefulness oﬁthe intringic-
satisfaction. Studied of work values in which workers are asked .}:xow ‘ ~N
important various job ¢haracteristics are to them in their jobs indicate
that intrinsic job characteristic's‘ are relatively- more important among
younger workers while extrinsfc characteristics are relatively more T
important among older workers (Andrisani and M.iljus. 1976; Friedlah{i

1966; Herzberg et aI. , 1959; Jurgensen, 1978; Quinn and Cobh, 1971, ,

¢

" Sheppard and Herrick, 1972; Singh and Baumgartel, 1966). An exception -

to this trend is rcported by Wright andﬁﬂamilton (1978) who state that ‘
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éfn;ihasizing intrinsic ch/arqcteristies is. efther unrelated to age or is more

- ' . b .ot B f , N
+ prevalent Wg older Workers. . However, most pf the extrinsic character-

ist‘lc‘s are more importfu:lt among olger workers with opportunities for

rl - \ \ I)- . N

) B, ) .
promotion the major exceptian. }l‘hese data on work values are supporfed

by.the literature on yotftﬁ culture WhCi suggests that younger workers are

more demanding than dlder, workers with respect to intginsic aSpects of

[ e .

. jobs (Flacks, 1970; Y kelovich, 1972, 1974), ST

v

This study investiTt ates the hypothesls that intrinsic job characteristics

‘ATe more strongly related b job satisfactlon among younger workers while

L]
*

jobi satisfaction among lder workers is more dependerﬂ: upon extrinsic job
characteristics. This ypoth'e*sis assumes that wérkers of different ages ,

are differentially respo sive to intrinsm ar;d\e?ti-insic j0b characten&stics

in terms of their levels\of job satisfaction. This ijer_e’ntial response may

be due to variations ih tl:e relative salience of Intrinsic and extrinsic job

o -"

char?acteristios for work?rs of different ages. Yognger workers are

. focusing on finding jobs that suit thelr interests and abilities and provide
—_— ! : L| r '
<l
the best opportunities and potential for future personal and economic

N succe\ss.‘ Older workers, lon the other hand, are in'positions in which
opportunities for further develOpment in job content are limited; the
salient issues revolve around matnta ning and consolidating a seture
position whicl?allows for the building of resources for retirement, Lim,lted

Support for this hypothesls has b)een provided by Katz (1978) who found

L)
. older workers' levels of job %atlsfactlon generally less responsive to

Al y \
' . |

h L P ]
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several intripsic job characteristics than those of younger worfers, An

analysis of the processes through which workers achieve salient -]ob

-

characteri stics has’ been deve.loped by Ka[leberg‘(1977‘)

F] \-

To what,gxtent can we say thit otder workers are mote extrinsically
; ]
oriented and younger more intrinsically oriented in relation to sources

of job satiefaction? Are different job cha.racteristil;s required fo provi'de
satisfying work sima‘tions for older and young‘& workers ? This snidy
addresses-these questions ine: manner whlcix goes beyond prevfous research
by exarnin_i,ng tne prasence.or ab§ence of perceived job chhristics

»

,' directly in relation to overall job satisfaction so that a clear link may bey
established between various job characteristics and overall job satisfaction.
v« In addition,«these relationships are examined with.data includin 2 wide -
H) N -

range jof items asked-of a large and c0mprehensive sample, /

"

! .
1 . Samgle . o
i - — ) . <, v . Y

The data anafyzed in this study were collected in 1969 by the Survey

Method

1

. . . + .

Research Center at the University of Michigan under contract ;;:ith the -
Employment Standards Administration of the U. S. 'Department of Labor.

Pexsonal interviews were conducted with a national probability sample of >\
1,533 persons 16 years old or older who were working for pay at least

L d

i ¢ ’
“ 20 hours a week. More detailed information regefding the sampling and

»

P ) '
interviewing procedures, the interview schedule, item and scale reliabilities,

demographic characteristics of the respondents, and frequency distributions
v wde '
aan gt ™ \ .
n y
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for individual questions is given In the Survey of Working Conditions final . ¥

report (Quhm et al., 1971) and in Voydanoff (1978).

o, .Measures N 3 , . S . g ,
. ,. ' In oz:dez:,tq fa,cilitat:a scale ldeveIOpment, 66 items méas.uring.perceived“ . P
- job charaétéristics an;i overall job s;tisfhction hﬂre been factor an'alyzed for L
, the total samrple of nonfarm wage and salary workers (N 1301) and for **‘.
v :
‘ . N s n:xembers of four age groupsw-workers under 30, workers aged 30-44

p ,  workers aged 45-54, ‘and wo;-kers 55 and older. The-factor-analysis ¢

procedure consisteq of p}rﬁ:cipal factorin:g with an iteratu;n procec.}ure tg g .
improve upon the maximum off-"diagonal correlation coefficients used as S
fnitial communalit:v esﬁm'ates.’ The 1initlal factoxf mptrix_ was rota'ted ’ | ‘

: according to -an })rthogonal varimax procedure. The factor structures
L s
do not differ substantially across age groups indicating that the underlying

dimensions of the perceived job characteristics are similar for workers 7

in different age groups in this sample. .
" " .« *+ , Onthe basis of the factor analysis of the total sample, itemswere .
selected, for the following scales of pérceiqu job characteristics:

Financial Rewards-Promotion, Hard Work, Physical Context, Role Strain,

- 4 ’

Supervision, Working Conditlons, Enriching Job Demands, and Self

[ 4
Expression, , The [tems incIuded in each scale and the factor loadings . .

I 1]

for the total sample are presented in Table 1. The scale values were

5 . 4 computed bi~summing the responses to each item with equal weight

-

[Insert Table 1 about here]

»

.

givenito each. The item stems listed in Table 1 a're bap'ed on the folIov}ing

. A

' ¢

. . <

-~ ~ . 04




. . _, Questions: | N
"- * . s . &
+ Would you say this is a lot like your job, 'somewhat like your job, a
. S Co
" . little like your job, oxynot at all like your job? (Igdica‘ted by *a lot" in

D ! ' ” | . 4 ] .
‘ Table 1) ! .

v
* L
-
-

by

. ‘ -
- I'll read some things that may or may not be true of your'immediate

¥

' . ) superior.‘r Tell me how true you think each is of him or her, Would you say

. this 'was very true of him/her, somewhat true, not too true,jor not at all
S -*

- : . ' , .
t;ue?(lndicated by "very true‘in Table 1y L . '

»

. All of us occasionally feel bothered by certafn kinds of things in our
work. I'll read a list of things that sometimes bother people, and I would

) ’ like'you to tell me how frequently you feel bothered by each of them--nea-rly

L2 4

all the time. rather often, sometimes, rarely, never. (Indicated by "nearly

. an the time'in Table 1)

1
» L

" Another question asked Yhe respondents to sort item cards into piles d
& labeled very true, somewhat'true, not too true, and not at 'al,l true, according

to how true each one was of iheir jobs. (Indicated by "very true" in Table 1)

-

In Tables' 2 and 3 torrelations among fhe.scales of percetved job -

characteristics are presented for the four age gréups. These tables

X

. [Insert Tables 2 and 3 about here]

! '

!
indicate 'that the patterns of correlations are simllar among the age groubs.
- {
Several of the correlations among the scales are relatively high, especially
. those 1ncluding either the working conditions or self expression seales.

' Thusg correlations among working conditions-su;ﬂervision, working conditions-

- self expression, and gelf expression-enriching job demands are relatively .

high in all age group/.




.

. Intrinsic characteristics are measured by the enric}}ing job demands

[ 4 N I '
*and self expression scales while financial rewards-promotion, hard work; _ .

4

physical context, role strain, supervision, and working conditions measure

L. . .
v " estrinsic characterl‘stics.', Self expression is a separate scale because it -
. . . . L i
loads highiy on two faetors, one intrinsi_q and one extrinsic. This overlap,

b

L - along with ambigulty regarding whether specific items in some of/the
. e\’trmsxc scales nrieasure -extrinsic ]Ob features, illustrates the llmitations
\ " involved in making the distinction between intrinsic and extrinsic job |

charactéristics' (D.yer apd Parker, 1975), The distinction is used in this

-

étizdy because it reflects an important contrast,in work orientations in an
eff;cient way and because it facilitates comparisons with a large and diverse

. ! - - ) '
bedy of previous work. Tlixe scales of perceived job characteristics are the
. ! * / 1 o
independent variables used in the multiple regression analyses for the four

-

+ age groups. S . - [ .

Overall job satisfaction, the dependent.varfable, is measured by
responses to the most frequently used single-item questio.n--"All in all,K ‘ ‘

. how satisfied would you say yon are with your job--very satisfied, some-
. . * . . —
what satisfied, not too satisfied, or not at all satisfled?' Similar results -

N 4

. are obtained when 2 six-ftem job satisfaction scale is used as the dependen{

variable. Data using the single item are reported since it seems to be a
purer meagure than the scale which includes items regarding planning to
look for another job, recommending the job to 2 friend, and so on.




i . . . . . .

Statiéticaﬁ Analysis * : . B

. " A stepwise multiple regression procedure isused in which the inde- // o

/
pendent variable explaining the most variance in the dependent variable is >

entered in the regression equation first followed by the independent variable «

[
#

. e'x_plaining the most variance after-the effects of the first yariable are taken
into account; Independent variables are;djied«to the equation one at a time
untLI all variables explaimng a specrf1ed amount of variance are included,
TIus proc:] produce,s the b;tzst.prediction possible with the fewest inde-

. pendent ‘variables,
\ . 4 ,
- Results Y

-,

The fesults of the regression analyseé of overall job satisfaction and ’

. ! " Iy
L] - - — J‘
.
. ] L}

- the perceived job ¢haracteristics for the four age groups are presented in

L] h , -
Table 4. Two pergeived job characteristic scales appear in the regression

" equations for all age groups--role strain and financial re\;ards-promotion. .

[Insert Table 4 about here] ' -
. ’ -

*

The beta coefficients for these scales range from first to third in relative

those
size for all groups except A 55 and older for whom the beta coefficient
for financial rewards-promotion ranks'fifth, Self expression.is
ra . 3

.' entered into the regress1on equat1on first for, workers vnder 30 and workers

-

A
. aged 30-44 since it has the hxghest zero-\r\gier correlation with job satisfaction;

* « however, financial rewards-promotién has a slightly higher beta coeffcient

for workers under 30, Supervision is included in the equétions for those

under 30, 45-54, and 55 and older. Supervision is entered into the eqnation
' N

first for workers aged 45-541 and second for those 55 and older!. When the
* L

™ .

L 10




Fl

« # effects of other variables are controlled, however, the heta coefficients

+

rank second and third respectively. Supervision is fifth in importance ég;'
. T oL B ,
workers under 30. Enriching job demands-is included in the equations of

,two groups--the youngest and oldest—«although‘ its zqro-oi-dgr correlatidn with

M n LY]

job satisfdction is relativ:aly low in all groups except the youngest Working

conditions has relatlvely h1gh zero-order cprrelatlons with job satlsfactlon

hut is mcluded in the e?uatlon only for those‘45 54 years old and then with a
. " f
\ relatwely low beta coefflc1ent. Hard work has relatlvely low ze ro-order .

’ tr . [

correlatmns with joh satisfaction and is included in the equation only forthe
oldest age group, aghin with a relatwely low beta coef.flcieht. Physical

context has low zero-order correlations with Jc?b satlsfactior} and is not
) ~ o & ~ .

included in any of the regression equations. Lo ’ .
L] » L4
!
Discussion '
I ' .:‘

. The ,results support and refine the hypothesis that intrinsic character-

‘ ’

istic %are relatively moxe 1mportant in relation to job satisfaction among
’ L

4 v N
younger workers while extrinsic characteristics are more important

among older workers. The self expression écale has h‘lgheq zero-order.

correlation‘é and beta coefficients among younger workers while.supervision -

. ha'ls f:igher' coefficients among older workers, Two extrinsically oriented
’ - * »
scales, role strain and financtal ?ewards-promotion, are related to job
satlsfactlo.nﬁin all age groups. Thus i'or younger workers both intrimsic, and -
A \ L] .
extrinsic job ch?racteristic'.s are relatively important in relation to job

satisfaction. Among older workers extrinsic job characteristics are




. .o relatlve!y more important. Thig suggedts that younger workers' ar.e .responsive r

“to a broad'er range of JOb characteristics interms of job satisfaction. Perha‘i:s

£

. . Mer workers are inﬂuenced by the presence of _]Ob characteristics

- 4

" , , indicating that a job meets severa'l different criteria for satisfaction while

older workers respond to job characteristics which center around the ~
. . . . - -
=~ ' . - ,.:* N g - *
_ . consolidatia® of a secyre position, - ’ ;
N / . ‘

The relatively hig? correlation's and beta coeffictents for supervision
. among older workers is somewhat surprising since the extsrinsie character-

istic usually considered of most salience to older workers is financial and

iy,
]Ob security. It {3 possible, however, that the emphasis on supervision

may reflect g security orien.tation that is mediated by the relationship between \

the worker and the supervisor. The supervisof serves as a link petween

»

. the worker and the broa?sr job context, It Is through the relationship with

- . the supe\nlSor that the worker 1s able to obtain financial rewards ang job
\ security. This intcrpretation is supported by the strength of the relationship

betweex role strain and job satisfa'ction ameng the oldest workers'. Role

- ) strainis also oriented t&eaung with péople in an.organizational context,
- -~ ‘ u .
The results of this study indicate that some of the .percetved jib

. b

oharactéristics related to job satisfacti‘on are the same for workers in all

age groups whﬂe the relative importance of others vartes with age. Thus

-

among younger workers both intrinsic and extrinsic job characteristics o
- + . .
s/

are of major importance in relation to job satisfaction; among older workers

' . . /

.
» -
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S - extrinsic characteristics- are ré‘latively more important in relation to job i
' ’ .4
X 60' satisfaction while ]Ob content fastors are relatlvely less important. The N
r " ’ . ¢ .
: results point out that both job design,~e§pecihlly in terms of
/ .o ”
o oself e‘cpression, role strain, and’ supervision, and improvements in .
' ' firadcial rewards«promotion should proxi‘i? more satisfying work situations
» . v for workers of all ageﬁ.* Age_ dlffe rence the relative impof'ta‘nce of ' s
~ «. 5elf expression Ahd supervision refine these general results, T ’ . ) .
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) ' . e Table 1 - n )
| . Scales of Perceived Job Characteristics with ; !
~ Factor Loadings for the Total Sample

t.

Extrinsic Factors . . o " _Factor

" Factor 1--Financial Rewards-Promotion ° 1
. The pay is good (very true) ) .48
.My fringe benefits are good (very true) ’ .63
The job security is gogd (very true) ) .56
The chances for promotion are good (very true) ° .34

‘ How fairly promotion®@&re handied where you work (completely
‘fairly). - ’ .30

"Factor 2--Hard Work , 2-

Requires that you work very fast (a lot) ) . «59

Requires that you work'very hard (a lot) ‘ .72

Supervizor insists that those under him work hard (very true) .41

» N -

Factor 3--Physical Context . - 3

Requires that you be skilled ih using your hands (a lot) .37
‘ ‘d / Requires that you exert a lot of physical effort (a lot) 50

. Does your job-at any tire exposé you to what you feel are -
- physical dangers or unhealthy conditions? (yes) . .52

. A
Factor 4--Role Straln . ’ 4

The fact that you can't.get informatfon needed to carry out

your job (nearly all the time) . .52
Not knowing just.what the people you work with @ect of you
- nearly all the time) .52
Thin ?&g that the amount of work you have to do may interfere )
’ ) ith how. well it gets done (nearly all the time) .52
) Eee.ling at you have to do things that are against your better '
uggment (hearly all the time) v »90
Being unclear on just what thie scope and responsi‘b‘lties of
your jolnare (nearly all the time) . .64
> Feeling unable to influence your immedfate supervisor's e
decisions and his actions that affect you (nearly all the time) Y
. Feeling that you have tog little authority to carry‘out the respongi~ «
r. bilitfes assigned to you' (nearly all the time) .62

Not knowing what your supervisor thinks of you, how he evaluates
your performance

-

<
rd
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- " Table 1, Gont'd, ‘ )

[

. Scales of Perceived Job Chargcteristics with
Factor Loadings for the Total Sample *

Factor 5--Supervision Yo
My supervisor is very concerned about the welfare of those™ )
under him (very true) 97
My supervisor is competent in doing his job (very true) .64
Takey a personal interest in those-he supervises (very true) .65
. . Knows\his own job well ‘(very true) . . .70
Encour;iés those he supervises to flevelop new ways of doing
3T s (very true) co, .53
Maintains high standards of perforMfance in his own work
{very true) | .74
) Goes out of hls w‘ay to praise good work (very true) .59
Factor 6--Worlb‘,ng Conditions ' [
& The hours are good (very true) . ° .44
I am free from conflicting demands that othet people make of me
. *  (very true) .48
I have enough time to'get the job done (very true) .53
' I can forget about my personal problems (very true) .44 ’
I can see the results of yy work (very true) «50
. . The physical surroundingh are pleasant (very true) IR )
:j‘ — I am not asked fo do ekdesstve amounts of work (very true) 44
' I receive epough helpand e ipment to'get the job done (very true) 44
, “My co-workers are friendly 2hd helpful (very 57
h I am.given 2 ot of changes to make friends (ve rue) ' . .43
L ¥ 1
Intrinsic Factors ) A \ Factors
j " ?apgérfT—-Enrichﬁing“Job Demands\ 7
“ ] «Requlres that you keep having to learn new things (a lot) .63 *
. + Requires that you do a lot of, planning shead (a lot) , Y L69 ! -
Allows you a lot of freedom to how you'do your work (a lot) .40 ! .
Hbquires a high lever skill (a lot) .58
. Allows you to make a lot of deci8ions on your own (a lot) .62
- Requires that you be creative (a* lot) 3 67
Allows you to do a vapfety of different things (a lot) . f .54
.. “How often do yon ?get so wrapped up {n your work that you lose track -
. ' . of the timg (very often) .46 .
Self Expression ; 6 a
Iam given. a chance to do the thipgs I do best (very true) .45 738
"The work is'interesting (very true) .44 44
I have an opportunityto develop my. special abilities (very true) .42 .51
“ t . . "\

and physical context scales are coded
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Table 2 -

« Correlationg Among Seales:
16-29 Year Olds Above Diagonal

S -+ 30-44 Year Olds Below Diagonal ~
» ¥ ‘ L
? L Y
, Scale o 1 2 3 4 5 ¢ ‘1 8
J T \
1, Financial Rewards-Promotion 07 .03:.19 .33 .38 .26 .40
. 2. Hard Work .06 .35 .22 .02 .20 -.12 .03
3. Physleal Context .16 22 .10 =01 .12 .01 -.02
"4. Role Strain . e17 .20 .07 .34 .44 -,05 .09
5. Supervision ‘ .26 .01 .17 41 .50 .31 .38
6. Working Conditions .30 .12 o7 .4\1 .49 A7 44
7. Enriching Job Demands .25 =12 '195 =04 .24 .12 .60
8. Self Expression ' .32 .04 .21° .19 .39 .50 .58 -
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, Table 3
' . Correlations Among Scales: .
' ) 45-54 Year Olds Above Diagonal . ~
- Workers 55 and 0199:‘ Beloy Diagonal N
- ’
F ;( )
Scale / 1 _ 2 . 8 4 5 6 7 8
1. Financial Rewards-~Promotion ~02 .08 .20 .42 .49 .27 .51
| . 2. Hard Work , a4 7 11,12 - 06. .10 -.12 -, 09

3. Physical Context <. .16 .38 10 .08 .02 .11 .03

4. Role Strain Y . 25 .23 .01 ° .43 .32 -13 .17

5. Supervision , .28 .11 .11 .3% .40 .18 .85

6. Working Conditions . 46 .15 .09 .45 .44 - .16 .53
R 7. Enriching JoB Demands 19 26 .03 -.13 .25 .07 .47

8. Self Expression .41 -14 -07 .25 .33 .55 .50
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Table 4 ..y
N . Multiplg Regression Analysis of Petceived Job Characteristics
. / and- Job Satisfaction among A'g;e Groups i
- - ' ) : 7
b ' : ‘ N ,
> Job Characteristic 16-29 *  30-44 45-54 55+
r betd «r beta r beta r beta
» ’ ' . -~ : < /
Role Strain 314 .207 .441.344 409 .210 7 519 .422
. Fivancial Rewards-Promotion 487 .272 ,331 149 .460.238 314 .115
) Self Exgression 497 218 497 384 .397 286
. Supervi .425 129 375 480 .218 404 ,151
~ Enriching Job Demands 402 169 .264 182 .139 168
Working Tonditions * 414 417 .452 .198 .343 .
- . . Hard Work . 095 . 08¢ 095 .219.134
‘ Physical Context . 055 .13 012 071 .
R2 . 429 392 381 369 ~
N . 326 334 222 149
Voo ;
— ! . : L

] Note. The normalized beta coefficients are taken from the equation at the
/ point where the next independent varible entered into the equation contributes
less than one petcent to the explained variance, Since the items on the role
straln, hard work, and physical context scales are coded-in the reverse
direction from the others (see Table 1}, all the beta coefficients are positive.
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